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Introduction
Organizational identification has received increased attention in the extant literature. For many years scholars have neglected organizational identification compared with other important variables (Riketta, 2005) . Recently, though, an emerging stream of research has focused on this construct as it is considered a key factor for organizational effectiveness. Employees experiencing high levels of identification with their organizations are more likely to act in a supportive way towards them (Ashforth and Mael, 1989) . Moreover, scholars have examined the influence of organizational identification on various outcomes such as, organizational citizenship behavior (Dukerich et al., 2002; van Dick et al., 2006; Restubog et al., 2008) , turnover intentions (van Dick et al., 2004) , creative behavior (Carmeli et al., 2007) , job satisfaction and job involvement (van Knippenberg and van Schie, 2000) .
Apart from organizational identification outcomes, extant research encompasses numerous studies focusing on its antecedents and, mostly, on the relationship with organizational prestige (Mael and Ashforth, 1992; Dutton et al., 1994; Smidts et al., 2001; Riketta, 2005; Carmeli et al., 2006; Fuller et al., 2006a, b; Bartels et al., 2007; Carmeli and Freund, 2009; Cohen-Meitar et al., 2009) . However, there is a research dearth regarding interactional models which explains the mechanisms that account for this relationship (Fuller et al., 2006b) . In this regard, the purpose of this paper is twofold: to examine the impact of perceived external prestige (PEP) on organizational identification in a different sample, that is Greek public sector and, further, to examine gender as a moderator in the above relationship. To address these relationships a survey has been conducted on employees working in Greek Citizens Service (the so-called KEPs in Greek context), one of the most popular Greek public organizations with respect to user satisfaction and acknowledgement from Greek citizens (VPRC, 2008) .
Literature review and hypotheses Citizens Service Centers
Citizens Service Centers are the main expression of Greek e-government policy to modernize public sector and deliver better, direct and responsive services to citizens (Introna et al., 2010) . Introduced at the beginning of 2000s, they are defined as "one-stop" shops, which operate across different geographical areas in Greece, playing an intervening role between citizens and government services (Hahamis et al., 2005) . Until 2006, the Ministry of Interior and Public Administration established 1,054 Citizens Service Centers staffed by employees who are largely contracted (Petrakaki, et al., 2009 ). "One-stop" government addresses the matter of integration of different services from a citizen's point of view. Two important conditions for the successful implementation of "one-stop" government are: first, public services must be integrated and second, access to services should be easy, direct and well-structured in order to meet their needs (Wimmer and Tambouris, 2002) .
The rationale of Citizens Service Centers' establishment was the improvement of inefficient Greek public sector described by the low quality of services provided to citizens, the high number of regulations and public services and the high level of corruption between politicians, public servants and citizens. The innovation, introduced by Citizens Service Centers, is that they respond to citizens' requests for a range of government services, such as passports, driving licenses, certification of signature originality offered in the past from more than one single public organization (Introna et al., 2010) . A typical Citizens Service Center shop is comprised by two parts: the front office which plays the role of interface between citizens and public administration, and the back office responsible to fulfill citizens' needs (Petrakaki et al., 2009) . In particular, the front office is responsible for coping with citizens inquires in relation to the process and documentation needed and the back office that checks the validity of documents and requests before delivering them to the relevant public organizations. Citizen Service Centers offer transparent services, being implemented by the back office, without any contact between citizens and public servants and, therefore, can gradually reduce the level of corruption (Petrakaki et al., 2009) .
Perceived external prestige
Organizational image comprises a concept that presents important associations with behavioral and attitudinal outcomes (Carmeli et al., 2006) . Despite the lack of consensus regarding its definition (Whetten and Mackey, 2002) , there are three main concepts GM 27,1 of organizational image, that is organizational identity, corporate reputation and PEP (Carmeli et al., 2006) . Organizational identity is defined as "an employees' assessment about the things her/his organization represents and stands for", whereas corporate reputation refers to the "outsiders' overall view about the organization" (Carmeli et al., 2006, p. 92) . PEP describes the way an employee interprets and thinks outsiders' view about the organization, based on his or her exposure to information (Smidts et al., 2001; Herrbach and Mignonac, 2004) .
Although closely related to organizational identity and corporate reputation, PEP differs from previous constructs as it is formed indirectly by employees, since they perceive how outsiders view their organization (Kim et al., 2010) . In this regard, PEP encompasses both employees' and outsiders' view, whereas organizational identity and corporate reputation are related solely to employees' and outsiders' perspective, respectively. An alternative term for PEP, introduced by Dutton et al. (1994) , is construed external image (CEI). Although Carmeli (2005) noted that CEI is a distinct construct to PEP, scholars have used it interchangeably (Fuller et al., 2006a, b) . Previous empirical studies have examined the effect of PEP on job satisfaction, affective commitment, intentions to leave and financial performance (Carmeli, 2004; Carmeli and Freund, 2009; Kamasak, 2011) . However, an increasing stream of research has emphasized the relationship between PEP and organizational identification.
Organizational identification
Organizational identification has emerged as a key construct that predicts numerous important attitudes and behaviors in the workplace (Edwards, 2005) . Much of the research examining organizational identification has been influenced both by social identity theory and the literature regarding group identification processes (Smidts et al., 2001; Fuller et al., 2006a) . The rationale of social identity theory is that people tend to identify with a particular social group that determines their tendency to behave in terms of their group membership (Carmeli et al., 2006) .
A well-established definition of organizational identification, based on social identity theory's approach, is that of Mael and Ashforth (1992, p. 104 ) which describes organizational identification as the "perception of oneness with or belongingness to an organization, where the individual defines him or herself in terms of the organization(s) in which he or she is a member". Social identity theory provides two basic motives to organizational identification: the need for "self-categorization" which connotes the individual's position in the society and the need for "self-enhancement", which attributes to the group membership a rewarding sense (Pratt, 1998; Smidts et al., 2001) .
Riketta, based on O'Reilly and Chatman's (1986) approach of affective components of organizational identification, considers organizational identification as "the desire to maintain an emotionally satisfying self-defining relationship with the identification object" (2005, p. 360). Organizational identification is, also, termed by Dutton et al. (1994) as "a cognitive connection of sharing attributes between a person's self-concept and the perceived organizational identity". In other words, organizational identification is conceived as a combination of both cognitive and affective components (Riketta, 2005) .
PEP and organizational identification
Prior empirical research has examined the impact of various organizational variables on organizational identification, such as organizational distinctiveness, Perceived external prestige intra-organizational competition (Mael and Ashforth, 1992) , leadership (van Knippenberg and Hogg, 2003; Lord and Brown, 2004) , justice (Blader, 2007) , psychological contract (Epitropaki, 2003; Kreiner and Ashforth, 2004) , communication climate (Bartels et al., 2007) and perceived organizational identity (Dutton et al., 1994) . Similarly, several scholars have indicated that PEP influences organizational identification (Mael and Ashforth, 1992; Dutton et al., 1994; Smidts et al., 2001; Riketta, 2005; Carmeli et al., 2006; Fuller et al., 2006a, b; Bartels et al., 2007; Carmeli and Freund, 2009; Cohen-Meitar et al., 2009) . As such, the more positively employees think that the prestige, the reputation and the organizational status is judged by outsiders, the stronger they identify with the organization (Bartels et al., 2007) . March and Simon (1958) argued that individuals tend to identify more strongly with the organization when they feel that their organization is held on high esteem by people external to organization. Cialdini et al. (1976) demonstrated that individuals tend "to bask in reflected glory", by examining the behavior of university students who participate in schools' football teams. In particular, they found that individuals are inclined to share in the glory of a successful party with whom they are associated in a sense. According to social identity theory, people aim at defining their self-conception and enhancing their self-esteem by belonging to an organization with a positive image (Tajfel and Turner, 1985) or a high prestige (Mael and Ashforth, 1992) . Dutton et al. (1994) comprehensively stressed that when CEI of an organization is viewed as attractive or socially valued, then the organizational affiliation produces a positive social identity. The attractiveness of organizational image increases when organizational affiliation contributes to a employee's self-continuity (sense of self), self-distinctiveness (sense of uniqueness) and self-enhancement (more positive self-evaluation; Dutton et al., 1994) . In addition, the more positive the image of the social group to which one belongs, the more positive the social identity and thus, the higher one's self-esteem (Smidts et al., 2001; Cohen-Meitar et al., 2009) . Therefore, being a member of a socially valued or prestigious organization leads employees to feel proud or rewarded and, in turn, augments their feelings organizational identification (Fuller et al., 2006b; Kim et al., 2010) 
H1. PEP is positively related to organizational identification.
Gender as a moderator
There is a plethora of empirical studies that have demonstrated the effect of PEP on organizational identification. However, there is a research void as regards the moderating mechanisms that influence this relationship (Fuller, et al., 2006b ). The present study attempts to fill this gap by examining one of the core demographic variables, that is gender. In the literature, researchers have investigated the influence of gender on key organizational variables, such as job satisfaction, organizational commitment, self-esteem, turnover intention, job involvement, work ethics, career commitment and intra-personal empowerment, organizational citizenship behavior (Russ and Mc Neilly, 1995; Siguaw and Honeycutt, 1995; Babin and Boles, 1998; Singh et al., 2004; Kausto et al., 2005; Khalid et al., 2009; Baral and Bhargava, 2011) . In addition, the moderating role of gender has been substantially examined in researches undertaken by various work-related associations, such as role stress and job performance, role stress and work/non-work conflict, job satisfaction and life satisfaction, job satisfaction and intention to quite (Babin and Boles, 1998) , organizational citizenship behavior and turnover intention (Khalid et al., 2009) , social cohesion and intra-personal empowerment (Peterson and Hughey, 2004 ).
As mentioned above, researchers (Mael and Ashforth, 1992; Smidts et al., 2001; Tyler and Blader, 2003) have argued that the most common theoretical mechanism accounting for the relationship between PEP and organizational identification is self-esteem. From an empirical perspective, Fuller et al. (2006b) demonstrated that self-esteem moderated the relationship between CEI and organizational identification. Specifically, they showed that for people with high need for self-esteem the relationship between these two constructs was very strong. Conversely, for people with low need for self-esteem, CEI was unrelated to organizational identification. Thus, self-esteem constitutes a key mechanism that underlies this relationship since "the more prestigious one perceives one's organization to be, the greater the potential boost to self-esteem through identification" (Smidts et al., 2001 (Smidts et al., , p. 1052 .
In the extant literature there is no prior, both theoretical and empirical, research discussing the potential influence of gender in the relationship between PEP and organizational identification. However, there is evidence that illustrates gender differences in relation to self-esteem. According to Kling et al. (1999) and Feingold (1994) who conducted a meta-analysis, men were found to be more assertive and have higher self-esteem than women. This is probably attributed to the stereotypical view that "men have more of the instrumental or assertive qualities associated with high status, than women who have more of the expressive or accommodating qualities linked with low status" (Gerber, 2009, p. 297) .
As such, men are achievement-oriented including accomplishment of external goals and being independent. In contrast, women are more affiliation-oriented which is related to caring about other people and creating nurturing relationships with others (Putrevu, 2001) . Likewise, Babin and Boles (1998) stressed that men and women have different tendencies, that is male behavior is strongly influenced by task master and individualism, while female is described by concern for people, devotion, and acquiescence. Also, men are perceived as ego-centrist as they frequently "make their pleasures and values the center of the world they live in", whereas women are "altero-centrist because they center their feelings, enjoyment and ambitions on something outside themselves" (Putrevu, 2001, p. 4) . Based on the above argumentation, we posit that men, being more focused on their self-esteem, attribute higher importance on PEP than women. Hence, we hypothesize that: H2. The relationship between PEP and organizational identification will be stronger for men than women. Method Data and sample Our survey was conducted on Citizens Service Centers which are considered as the most competitive and prestigious Greek public organization. The sample of the study consisted of 159 employees working in Citizens Service Centers. The majority of the sample (67 percent) were female and 33 percent were male. With respect to age, the majority (43 percent) of the respondents ranged from 31 to 40 years old. Moreover, 42 percent of the sample held a bachelor's degree and 21 percent held a degree from Technological Educational Institutes (TEI). Of the respondents, 63 percent were married and 44 percent has worked for the present organization for less than five years. Finally, nearly 73 percent has a permanent employment status.
Measures
Gender. Gender was measured using a dichotomous variable where 1 indicates a male and 2 indicates a female respondent.
Perceived external prestige
Perceived external prestige PEP was assessed using Mael and Ashforth's (1992) scale. Four items were selected to the extent to which there were suitable for our sample. An example item for this scale is "People think that our organization is a prestigious". The Cronbach's a for this scale was 0.83. The response was a seven-point Likert scale with 1 representing strongly disagree and 7 strongly agree.
Organizational identification
Organizational identification was measured using the six items taken from Mael and Ashforth's (1992) . An example item for this scale is "When someone criticizes Citizen Service Centers it feels like a personal insult". The Cronbach's a for this scale was 0.85. The response was a seven-point Likert scale with 1 representing strongly disagree and 7 strongly agree.
Control variables
We also included age (1 -21-30, 2 -31-40, 3 -41-54, 4 -more than 55), education (1 -secondary school, 2 -TEI degree, 3 -university degree, 4 -master degree, 5 -other), family status (1 -unmarried, 2 -married) and tenure (1 -less than 1 year, 2 -1-3, 3 -3-5, 4 -more than five years) as control variables.
Means, standard deviations, and correlations for all variables appeared in Table I .
Analyses
Principal axis factoring concluded two factors representing the constructs of PEP and organizational identification. All items loaded significantly on their respective factors. In order to test our hypotheses, moderated hierarchical regression analysis was conducted. The control variables were entered in the first step and the main effect variables was added in the second step. In the third, final, step we entered the interaction term in order to investigate the significance of the interaction after controlling for the main effects of the independent variables. Along with standardized coefficients, the incremental change in R 2 was observed to assess the explained variance that is attributable to the interaction term beyond the contribution of all other variables in the equation. To reduce multicollinearity associated with the use of interaction terms, we centered the independent variable as suggested by Aiken and West (1991) for regression analysis using interaction terms. Results are presented in Table II Table II presents the results of the moderated hierarchical regression analysis. The results for the first step indicate that control variables, age, education, family status and tenure, have a non-significant relationship with organizational identification. H1 predicted that PEP was positively related to organizational identification. After controlling for the effects of control variables, the results for step 2 shows that there exists a statistically significant relationship between PEP and organizational identification (b ¼ 0.33, p , 0.001). Thus, H1 was supported. H2 predicted that gender would moderate the relationship between PEP and organizational identification. The results for step 3 found support for the interaction of PEP and gender when influencing organizational identification (b ¼ 2 0.29, p , 0.05). Also, the incremental variance explained by the interaction term was statistically significant (DR 2 ¼ 0.02, p , 0.05). Thus, the present results supported H2.
Discussion
The purpose of this paper was to support and extend existing research as regards the relationship between PEP and organizational identification. Although few studies have examined the impact of PEP on organizational identification, there is no sufficient empirical evidence for this association in various contexts and sectors. Therefore, the present study attempted to fill this void by examining the relationship between PEP and organizational identification in one of the most prestigious Greek public organizations, namely Citizens Service Centers. Congruent with previous studies, the present results replicated this finding extending, thus, the generalizability of the critical role of PEP on enhancing organizational identification. As such, these results show that, similarly to other samples, Greek public employees identify with the specific organization when they believe that are positively evaluated by outsiders. In addition, although not hypothesized, the moderated hierarchical regression analysis demonstrated that control variables, such as age, education, family status and tenure as well as gender had no effect on organizational identification. These findings are similar to previous studies that examined these variables in relation to organizational identification (Carmeli et al., 2006; Fuller et al., 2006a, b Also, there is a dearth in the literature vis-à -vis possible moderators in the association between PEP and organizational identification (Fuller et al., 2006a, b) . Hence, the present paper contributed to this gap by investigating gender as a moderator in the above relationship. In consistence with our hypothesis, the results demonstrated that the effect of PEP on organizational identification varies across gender. More specifically, the effect of PEP on organizational identification was stronger for men than for women. This is possibly attributed to the different traits and orientation between men and women. For instance, authors (Putrevu, 2001; Robins et al., 2001) have argued that men are more achievement oriented, more aggressive than women who are more communal oriented. In this vein, men are perceived to experience higher levels of self-esteem (Feingold, 1994; Kling et al., 1999) , status and prestige (Gerber, 2009) compared to women. Thus, we showed that men when being identified with their organization they place higher importance on PEP than women as a route to fulfill their self-enhancement needs such as the need for self-esteem.
Limitations and future research
The present results have some limitations, though. This study, based on data from employees working in Citizens Service Centers, allows us to make limited inference to other private and public organizations. Notably, Citizens Service Centers are considered as a highly prestigious public organization and, consequently, this may influence the magnitude of the relationship between PEP and organizational identification. Another limitation is related to the cross-sectional analysis of the data which cannot directly assess causality. Further, because both constructs were measured with self-report questionnaires from the same employees, relationships might be inflated due to common method variance.
These limitations suggest directions for future research. The present findings should be replicated in other, both public and private, contexts. Also, future studies should adopt a longitudinal design to strengthen the causal relationships examined. Moreover, an avenue of future empirical research is to extend the present model by examining the moderating role of other demographic variables such as, age, tenure, employment status on the relationship between PEP and organizational identification.
Managerial implications
Organizational identification is considered as an important variable that will lead employees to contribute to organizational functioning (Pratt, 1998) . If managers wish to foster identification with the organization, then our results support the need for focusing on the status and image of the organization. Therefore, organization should incorporate practices that will ameliorate employees' perceptions regarding their prestige. For instance, this may be achieved by enhancing the status of the organization and exhibiting its accomplishments both internally (e.g. via e-mail) and externally (e.g. newspapers, advertising) (Fuller et al., 2006a) . Also, management practices should focus upon elements of corporate culture and industrial relations. That is, if workplace is characterized by strong corporate culture and positive industrial relations climate, then PEP is likely to be enhanced (Carmeli, 2004) .
Particularly, in the Greek problematic context, the present results are valuable since they demonstrate that embellishing Citizens Service Centers' prestige may be a relatively costless, yet useful, tool in order to increase employees' feelings of organizational identification. Therefore, in an attempt to reinforce their image and prestige, top management may communicate citizens' favorable opinion regarding their effective operation. As such, when employees perceive that their organization is positively seen by the outsiders, this will increase their feelings of pride and, in turn, identification. Apart from that, the present paper illustrates an additional useful implication. The results show that men and women are differently influenced by PEP when identify with organization. More specifically, the influence of what outsiders think about organizational prestige on organizational identification is stronger for men than women. This is not to suggest that top management should address the issue of communicating its achievements and its prestige solely to men neglecting women. However, according to our results male employees' perceptions concerning the image and prestige of organization must be the target of a more elaborate and effective strategy, implementing, thus, a segmented approach (Smidts et al., 2001) .
